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ABSTRACT 

The three dimensions of the quality of the 
environment for human resource development are discussed as issues of 
opportunity versus deprivation, issues of growth inducing versus 
growth destroying interventions, and issues of utilization versus 
non-utilization of human resources. Both pathology and potential are 
illustrated by descriptions of our current management and development 
of human resources: voluntarism; socialization of the young; problems 
of persoT’' al identity and interpersonal support; the. crisis of 
interdependence versus "own thingness” in problem-solving; and, the 
•'common cause” issue of the quality of environment. Several 
strategies to identify common cause issues as focie for the 
mobilization of involvement, commitment, and achion on the major 
confrontations are to; 1) give top priority to promoting value 
inquiry training, exploration of self, and value confrontation 
experiences; 2) find effective designs for community participation in 
problem solving and goal exploring dialogues; 3) develop tools and 
designs for actioK-research diagnosis of community needs, problems, 
and potentialities; 4) experiment with new ways of sharing power; 5> 
find ways of supporting serious experimentation with new and 
different styles of life; and, 6) develop the Human Resources Bank as 
a community facility to provide consultation and training for team 
building and group problem-solving. (Author/VLH) 
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We have daily tangible evidence that our air is less breathable, 
less drinkable or fishable or swimable, our oil and minerals 
less plentiful, our physical surroundings less pleasant to the eye, the 
and the nose. These confrontations present us with very concrete 



our water 




But it is much more difficult to see and to assess the damage to 
our human resources of children and youth unchal lenged to learn, parents 
untrained to parent, the years of accumulated wisdom of el der c i t i zens 
unused, workers and jobs mismatched, women and men paired by legal and 
religious rituals experiencing daily incompatibility, young people 
guidelessly searching for a focus for commitment and energy, racial and 
ethnic minorities alienated and segregated. 



The two areas of confrontation are physical resource destruction 
and wastage. Human resource destruction and wastage are certain y 
interrelated in many ways even though we start by ex mng 
rately. Humanity may develop the goal wisd 
energy to conserve and creatively utilize its (.uiysica 



i ty , skill and 
environment . 



But it will not unless it can adequately value, develop and utilize 
its human resources. Human beings must develop and utilize themsel 
as problem-solving lovers of life in all ins richness, vane y an 
potent i a 1 i ty . 



ves 
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*This paper was prepared for the Social Science Education Consort ium_ 
and presented in June, 1971, at the SSEC Conference on the Conservation 
and Development of Physics and Human Resources. I want to especially 
acknowledge the help of my colleagues Eva Sch i ndl er-Ra i nman and Irvine 
Mi ligate in reflecting on many of the ideas presented here. 
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I have struggled, not too successfully, perhaps with a variety 
ways of organizing my thinking about the confrontations of the human 
resources problem. What 1 have to share is very much a working pape 
— a start up for our collaborative thinking. Here's the framework 
which I've clustered my thoughts: 



of 

r 

i n to 



1 . Some dimens i:>ns of quality of the environment for human 
resource deve 1 opment (irtTlTzat i on , protection, conserva 
t i on) - 



2* i llustrations of pathology and potent!^ in our current 
management of the human resource maintenance and develop 
ment process - 

3* The challenges and issues of doing someth i n gL s i gn i f i cant 
now- 



Some Dimensions of Quality of the Env ironment for Human 
t i on and Development 



Resources Conserva^ 



Issues of Opportunity Versus Deprivation 



1 The review of our research knowledge on b 1 o 1 og i ca 1 -psycho 1 ogi cal 
deprivations in the start-up of life reveal many ways in which the 
chemical-nutrional environment of the f etus , the intra uterine en 
vironment, conditions the deve 1 op le-t-potent i a 1 of the new human 
being. This environment is of course related to the adequacy of 
nutrition, physical health, and mental health of the pa rents . which 
in turn is related to their status in the economic and social y 
tern, their relations to each other and the quality of the emotional 
and support systems which surround them- 

2 The work on the stimulation environment of the infant and young 
child suggests that the richness and variety of the environment of 
objects to manipulate, sights and sounds and humans to i nteract wi th , 
is a major factor in developing alertness and responsiveness and 
initiative in regards to exploring the environment and developing 
resourcefulness for coping with it. And it is certainly a fact 

that few parents, or other br i ng-uppers , no matter 'f^^at the^r eco 
nomic or social or educational status, receive the knowledge or skill 
training to provide such a stimulus environment. 



3. And as the young g 
richer, and the growth 
portion to their poten 
probably more deprived 



row up their environment may appear to grow 
stimulus agents more active, but in pro- 
tial for growth most children and youth are 
than they were as infants. 




iy 
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First we must face the fact that enriching the s t i mu 1 at i on s i tua~ 
tion ccTimens urate 1y with the response growth potent la^ of the 

ones requires more sophisticated, more teachers 

geted teams of growth helpers. We are not now training 

and other professional and volunteer stimulation 1 i^g 

the concepts and realities of growth potential and ^ ^ 

testing So our elementary and secondary school young ones are more 
deprived of development opportunities, relatively speaking, than our 
infants and pre-schoolers. 

And a second, and most critical fact, is that providing an oppor- 
tunity to get stimulation does not at all guarantee that t ® 
tunity will be utilized, will become a ^'1"^''°"^’ ho^ 

Those responsible for the education of the young 'j^P^ltun- 

to involve the young in contracts for learning - in a mut 
tar; agreement to m^ke a motivated effort to use the 
vided. So a large proportion of the environment °PP°'^"';‘" ' 
human resource development remain unutilized, in fact, i gn , 

jected, ‘‘turned off**. 

k. If we now turn to the adult community, we find that living with 
deprivation has become so routinely accepted that ^ 

ignored, screened out, rationalized away with easy facility^ The 

educational and cultural opportunities, °PP°'';^';"4'®^/°he cL- 

ticinative involvement in the social and political i i fe of the com 

munity continue to expand, but the life style ^ 3®7vl en- 

constricted and n^on-exp 1 o ra tory , passive rather than P^^^ ' ^ ^ 
capsulated rather than confronted. The vigorous . i 3°^ 

the younger generation, the stimulation from new frontiers, 

and new images of the future -- or potential changes in life style 
seem to mobilize defenses rather than _s t i mu 1 ate and 

experiiT«ntation by those manning the establishments . ^ 

between opportunity and utilization continues to widen, i.e., human 

resource development lags. 

5 There is also another trend, not of passivitiy but . 

with and reiection of the social and geographic barriers to human grow,. 
:;rorrunioi: experienced by members of our racial ' 

ties. This is another gap between opportunity and utilization ot 

human resources. 



B. 



Issues of Growt h Inducing Versus Growth Destro yiji£ 



I n te rvent I ons 



1. The learning of the cautious posture of 
expected, to do things that adults will be 
me for is certainly one of the major causes 
the very young. Support and invitation to 
tation, is a crucial nour i shir>;nt for human 



finding out what is 
pleased with and reward 
of stunted growth in 
inquiry, to exparimen— 
resource development. 



2 . In addition to the early stunting of exper 
the reinforcement of a sense of unworthiness, 
esteem, impotence, and imperfection. Th 1 s 1 s 
pollution problim, a psychic contaminant that 
s I ve gr ow th inhibitor. 



imentation there is 
self-hatred, low self- 
a basic human resources 
functions as a perva- 
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3. When we find, as we do, large numbers of children defining the 
meaning of the phrase "helping each other" as "cheating" we ^ 

clue to another growth inhibitor -- the stimulation of competition 
(rather than collaboration) between peers, the rewarding of auto- 
nomous i ndependence rather than reciprocal help-giving interdepen- 
dence results in classroom distributions of love and power which 
look like distributions of economic goods. A few children receive 
most of the affection and most of the power. And the consequence 
is the loss of motivation to initiate, to learn, to be an active 
risk-taking participant in the activities of the group, to become un 
loving (because not loved), to become socially disruptive (because 
not successful and listened to). 



h. Being and seeing oneself as neglected, unfairly and unequally treated 
is a serious source of alienation and growth prevention for irany indi 
vidiuals and sub-groups ■ racial minorities, ethnic minorities, 
physically handicapped, women, academically slower, etc. The d^s 
trust and hostility and/or withdrawn passivity which is a conse- 
quence of these perceptions is a major source of erosion of aspira- 
tions, hopes, personal commitments to growth and participation. 

5. Perhaps one of the greatest pollutants of human mot i vet i on and 
commitment is the early and frequent experience of d 1 sconnect i on 

or discontinuity regarding goals or values, intentions, and action. 
Learning to have the "right" values without the expectations of, 
and support for, action. The lack of skills represent and express 
these intentions and values in action sets up norms of se 1 f -dece i t 
cynicism, hypocrisy which discourage and block human development 
and uti 1 i zation. 

6. Another great stunter of human resource development is the 

learning of dichotomous thinking, correct- i ncorrect answers , 
right-wrong values, and single solution problem-solving - inste< 
of learning the reality and joy of search for r • an- app 

elation of pluralism and creative compromise. 



C. Issues of Utilization -~ Non-Utilization of Human Resourc^s _ 

1. To a very great degree human resources capacities, capabilities 
are developed through actively utilizing them in effective, growt 
inducing ways. One of the greatest human resource needs and poten- 
tials in a democracy is the pool of volunteer woman power, manpower, 

youth power, and child power available for all types of action - all 

types of programs of service to and improvmment of the community. 

A Gallup poll estimates that 61 million adults would like to give 

volunteer time, amounting to 2h5 million hours per week, to improve- 
ment of community life. A very small proportion of this time is bein( 
Utilized. And much volunteer time is being very poorly utilized 
because of the lack of well developed training, placement, and on 
the job support. One reason for the great under-utilization of these 
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resources is the pervasiveness of the psychological "humility 
bag", i.e., false modesty about having anything to offer that any- 
one needs or wants . 

2. The few efforts to ask for volunteer service commitments from 

the young have revealed a great readiness by the young to make meaning- 
ful contributions — but very little effort is being made to offer 
such opportun i t i es - 

3 . Thete is also a tragic discriminatory lack of utilization of 
the energy and skill and good will of many categories of "non-con- 
formists" ”- long haired, unmarried, unemployed, and many types of 
creative deviants. 

h Women are not given opportunities for mobility commensurate with 
their competences and special skills, so their resources are being un- 
der-utilized. Also their special resources, e,g., in areas of con- 
ci nation, negotiation, and compromise are almost completely neglected 
in the crucial areas of conflict resolution. 

5 . With the rapid changes in technology, the rapid obsolescence of ^ 
many jobs, and the rapid development of new service occupations it ^s 
increasingly true that more and more workers and their jobs are mis 
matched, with consequent losfs of morale and effectiveness. 



I have briefly discussed three dimensions of the quality of the en- 
vironment for human resource development. These are issues of oppor 
tunity versus deprivation, issues of growth inducing versus growth 
destroying interventions, and issues of utilization versus non-utili- 
zation of human resources. Next, I ' ‘.1 di- . 

illustrate ^''r .^nagement and mi smanagement of human resources. 



ILLUSTRATIONS OF PATHOLOGY AND POTEN TIAL IN OUR CURRENT MANAG r>tENT AND DEVELOP:: 
MElff OF flUMAN RESOURCES" 



A. 



The Case of Voluntarism 



The tradition of Voluntarism 
and many others as a key element 
been weakened by several counter- 
of available human resources. 



in America — noted by DeTocquev i 1 1 e 
of our brand of democratic society has 
trends against full and effective use 



1 . The trend toward specialization and 
staking out of turfdoms, and definitions 
based on academic schooling -- tends to 
and status of volunteer resources. 



p rof e ss i ona 1 i s m d < t h posses s 1 ve 
of certified competence 
restrict the responsibility 



2. The Competitive posture of agencies toward "thei r vol unteers and 
"thei r clients", a 1 so rtTi s- p 1 acement and lack of mobi 1 i t to match the 
grov;th in personal capacity or time of the voluntee^ . 
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3 • The assumptions of inadequacy and lack of motivation to volunteer 
made about the poor, the racial and ethnically underprivileged, the 
long haired youngs elderly, the busy bus i nessjTfan all incorrect 
assump t i ons . 

Lack of knowledge of ho w to recruit effectively. 

5. Lack of a plan for placement for full utilization of the volunteer. 

6. Fear by professionals of displacement if volunteers begin to do 
important work. 

7. Assumptions about lowering the quality of service by using vol- 
unteers, and lack of ''professional ethics" in relations with clients. 

8. Lack ot training programs and on the job support to ensure quality 
and success of pe rf o rmance . 

These are just a few of the barriers to effective and full use of 
volunteers. But an explosion of voluntarism is beginning. When we 
look back on this century from 2,000, one of the major themes of the 
last three decades may very well be the re-emergence and flowering of 
voluntarism as a core element of our brand of democracy and our style 
of enrichment of the quality and style of living of our people. Here 
are some of the. clues in current trends: 

government support and sponsorship (a national center, a cabinet 
committee, a computer clearni nghouse) 

--the emphasis of the business community on community service 
by execu t i ves 

the critical need in education for volunteer services to meet 
the need for more individualization of learning with fewer 
profess i ona 1 s 

--expansion of health service needs 

--many new volunteer roles in corrections and rehabilitation 

r-soclal cause movements to Improve, change, overthrow the es- 
tab 1 i shmen ts 

--leisure time -- recreation and participative programs 

Along with these trends in the support and need for volunteer human 
resources there are important trends in the lifespace and life style 
of the citizen -- members of the society: 
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--the trends in number of 
every year more persons 
discretionary time they 
acti VI t i es . 



hours of work per week mean that 
will be making decisions about the 
have available to spend on other 



— the criteria of a good life are changing; mater i al rewards 
achievement of status are becoming less important for many 
the new generations. 



and 

of 



--the search for a meaningful and influence -- relevant role in 
the community is becoming a new value for many. 



--as an ever increasing proportion of the 
human service jobs, and as job mobility 
3 f-0 often the orientation and training 
skills and roles . 



jobs in the society are 
increases, volunteer jobs 
ground for new occupational 



B- 



The Case of Socialization of the Young 



There is a crisis felt in homes, at schools, and whole communities 
in the relations between the generations. it is a crisis o au y 

fCr ^he elLrs, a crisis of credibility and distrust and unshared power 
for the young. I hardly need to enumerate the variety of manifes 
ta^ions of the crisis as reported in the daily press and experienced 

in our personal lives. 



--disaffection, rebellion, drop out from school 

— alienation from parental relations, family life patterns 

--banding together to express dissatisfaction with national 
local government • 

--various levels of peaceful to violent protest on campus , a 
in the high schools. 



and 

nd 



— rejection of the confused 
promote particular values 
of respons i b i 1 i ty . 



medley of adult voices try 
j loyalty demands, and expectations 



--frustration at the complacent 
and human goals and values on 
them** on the other hand. 



des crepanc i es between idealistic 
the one hand and ''nobody living 



— a young man saying to the 
real i ze none of us has to 
want to?" 



school administrator, "Didn't you 
learn anything from you unless we 
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in addition to the signs of the crisis in the socialization of 
the young, there are also signs toward resolution of the crisis. 
There are signs indicating human resource development (of the young) 
and conservation (of the wisdom of the elders), and utilization (of 
their combined resources). For example: 



--a national trend toward providing youth with opportunities 
to share power, as members of national boards of directors, 
community committees, key roles in the operation of drug 
education projects, the 18 year old vote. 

--the evidences of readiness of youth to collaborate when gen- 
unie opportunities are offered, along with training in the 
strategies and skills of effective action and infl ue nee . 



--the great readiness to volunteer for meaningful volunteer 
s 0 i“v ice ro les as tutors and cou ns e 1 o r s of younge rs, envi ron 
ment improvement efforts, disaster crises, political campaigns 



--evidences of readiness of youth to learn from educational re- 
sources when offered opportunities for voluntary learning con 
tracts (skill try in "how to learn from"). 



— the increasing readiness of officials and leaders of the 
"0s t ab li s h men t " to 1 isten to youth and to use them as con 
sul tants . 



C. 



The Problem of Personal Identity and Interpersonal Support 



With increasing complexity and "manners" of society there are 
serious trends toward depersonalization, fragmentation of self, and sense 
of impotence, non- i ntegrat i on , unclarity about "Who am I" "What am I 
here for?" Adult and young alike are experiencing serious crises of 
self-evaluation and self-esteem. 



There is a widespread anxious search for self-actualizing expei 
i 0nc0S ^ Interpersonal support and meaningful human conviction. We 
see this search manifested in: 



— exploration of drugs and other chemical supports for self 
relief and self-discovery, and escape from stress. 

--losing in identification with and depending on strong char- 
ismatic figures — religious figures, anarchic attackers of 
authority symbols, new prophets' quick answers to basic 
problems. 

— islands of escape into supporting and encapsulating peer cul- 
tures, such as hippie sub-cultures. 

But there are exciting trends and evidences of great health and 
positive search and experimentation, such as: 
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the great explosion of self-search and self-inquiry quests 
in the small interpersonal groups using sensitivity training 
and awareness learning techniques. 



--the growth of exploration and use of meditation methods. 

— the tremendous explosion of volunteering for helping relation- 
ship opportunities in community programs. 

— the serious explorations of designs for communal living. 

— the vigorous search for dialogue opportunities to explore, 
formulate, and reconstruct goals and values. 

— the active search for alternatives to violence and polorization 
in developing a sense of sel f-potency . 



One of the important characterizations of the decade of the 70 s 
may be as a period of explosion of personal search and awareness, as 
a decade of value inquiry and interpersonal intimacy. 



D. 



O 



The Crisis of Interdependence versus "Own Thingness" in Problem Solving 



The persistent possessive turfdom postures of the parts of community 
— the schools, social agencies, churches, health agencies, voluntary 
organizations are becoming increasingly dysfunctional. Each is i ri- 
terested in proving they can "do the job" -- in spite of the fact that 
most of the problems of community living and betterment, of education 
or health service, or of improving the quality of the environment 
require inter-agency and inter-group merging of efforts. 

There are still the persistent efforts of the different progessional 
groups to defend their specializations and role boundaries, as social 
workers, psychiatrists, psychologists, public administrators, environ- 
mental eng i neers , health specialists, city planners, educator, but 
their efforts continually fall short of their aspirations, because the 
problems to be solved require inter-professional collaboration in both 
diagnosis and intervention competencies. 



Thero is the persistent continuing isolation 
the training of graduate students and conceptual 
of society. 



of the disciplines in 
analysis of the problems 



But there are exciting examples of greater readiness to mobilize 
and utilize the appropriate resources needed to solve our confronting 
problems: 

--this year some 15-^0 national youth-serving organizations are 
planning a joint review of developments in the youth culture, 
and perspectives on the future of society to derive needs for new 
directions of collaborative effort and for changes in organiza- 
tional structures and relationships. 



O :::> 
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'i 

--the funding policies of the United Fund are placing priority on 
Intel — agency attacks on community problems. 

--graduate students from 8 professional schools 
departments are participating in a laboratory 
Change, and all work groups and project teams 
disciplines by demand of the students. 

--in an increasing number of crisis centers, pr 
service on drug problems and all other types 
staffing is provided by a great variety of pr 
v61unteers, young and adult with no professic 
stJ'ucture, but just the criterion of who can 
needed . 

--a national skill training laboratory for coordinators of Vol- 
unteers brings together a team from health, education, busi- 
ness, corrections, youth, politics, race relations, environ- 
mental improvement, and housing. The mixing adds great strength 
and resources for everyone in the program. 

Clearly blinds and turfdoms fall when problems are tackled with 
the posture that *‘we need to mobilize the relevant resources to do 
the best that's possible on this problem". 

E . The "Common Cause" issue of the Quality of Environment 

Our SSEC Conference also has a special focus on the issues of 
moblilizing the variety of human resources needed to do something 
effective about the quality of our physical e^nv i ronment . 

This problem represents in many ways a unique meeting ground 
for collaboration between many isolated, eve;n polarized groups. 

Others have presented an analysis of some of the complexities 
of the problems to be solved, and the many issues, and traps of blind 
alley efforts, or of ineffective use of the energy and wisdom needed 
to be creative about the problems of achieving a high quality environ- 
ment . 



and social science 
course in Planned 
cut across the 



rov i d i ng 2h hour 
of requests the 
rofessionals and 
Dna 1 author i ty 
do bes t what ' s 



\ believe there is a "Commom Cause" character to this problem area 
that is proving to be the basis for many significant innovations in 
human resource mobilization and utilization, for example: 




--professionals and laymen are working together as peers. 

--youth and elders are finding common cause. 

--the suburb and the city are collaborating 

--political and social minorities and majorities are joining, 
efforts 

--the scholai — researcher and the activist find themselves needing 
each other. 
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‘‘Over-board! sm‘* is a real danger, but it seems safe to predict 
that the real problems of environmental quality will become a kind 
of permanent priority for us on this planet, and one of the most signi- 
ficant foci for common cause joining efforts. 

I have mentioned only a few of the specific crises in the field 
of human resource development. These included the use of volunteers, 
the socialization of the young, problems of personal identity, inter- 
dependence in problem-solving and the quality of the environments 
I would now like to examine the issues and challenges in taking action 
to meet these problems. 



THE ISSUES AND CHALLENGES OF DOING SOMETHING SIGNIF ICANT — NOW -- ABOUT 
OUR HUMAN RESOURCES DEVELOPMENT CRISIS ^ 



A. The Issues of Human Resource Mobilization and Development 

1. “Crisis management*' and ''survival anxiety'* postures versus the 
development of images of potentiality and goals. 

The motivation to act which is generated by a strong sense of 
pain or crisis often 1 eads to dead ends. Much ene r gy is wasted because 
there is no “image of potentiality", of where we'd like to go. Getting 
away from pain is not a good source of goal images and alternative 
paths. There is a seductive pressure to tackle syrnptons instead 
of basic needs for direction and planning. 

2. The development of a peer society of collaboration and joint action 
versus an authority structured power sys tern soci ety . 

The success and power of large organizations has provided us with 
a pyramid model of authority and human organization. But In the 
crucial arena of commun i ty ac t i on and inter-agency collaboration the 
s 5 tua t i on i s one of relations between peers , w i thout the hierarchy of 
authority. Siblings must relate with a parent figure to restrain and 
guide. Competition is such a strong theme that it is hard to develop 
and nourish the values, skills, and rewards of collaborative teamwork- 

3. The separation of public and private , federa 1 and loca 1 , versus 
models of collaboration and~vol untary coordination. 



The separation of public and private; regional, state, 
government often leads to units working against each other 
of toward solutions to the problems they share. This lack 
tton can also prevent the diffusion of solutions once they 
found. 



and local 
i ns tead 
of col 1 abora 
have been 
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4. The separation of task efforts and process awareness versus an 
integration of process and task work. (Stop periods to reflect, 
assess, improve). 

A tragic separation and distrust has developed between those who 
pfize efficiency and productivity in getting work done and those who 
emphasize the impotence of satisfying social process. The "task people" 
berate the tenderminded "process people" and vice-versa. The evidence 
seems clear to me that neither effort makes much sense alone. How to 
bring about the best mix is the question. The productivity of any work 
process can be improved if there are procedures and times for stopping 
to "look and reflect on what we are doing and how we are doing it, and how 
we feel about it." On the other hand, probing into "how we are 
feeling about the ways things are going is a blind alley experience 
unless what is going on has important and relevant goals and action 
efforts. 



5- The separation of professional and volunteer versus the develop 
ment of integrated teams of professionals, pa rap rof ess i ona 1 s , and 
volunteers. 



Rapid changes 
against increasing 
ticated volunteers 
in the development 



in the need for human services, the budget pressure 
staffs, the availability of more and more sophis- 
all push toward breaking down the status barriers 
of social service teamwork. 



6. i nter generat i on separation and alienation versus reciprocal 
teamwork. 



One project is finding that the greatest motivation for teamwork 
is between the elder citizens and the teenagers. Also the trend toward 
shared power on boards and committees is growing rapidly. But on many 
issues the generations are polarized and out of touch; 

7. Solutions through new organizational structures versus temporary 
system problem-solving. 

One of our typical responses to new problems, or new aspects of 
problems is to create a new agency, or department, or structure to deal 
with the problem. Many problems of inflexibility, and difficulties 
of "helping groups to die" when their function has been severed, 
emerge in the process of rapid change. Another philosophy and strategy 
IS to de-emphasize permanent structures, and to create "temporary 
system" teams to deal with a problem for a limited time. 

8. The posture of expert helper and dependent helpee versus reciprocal 
influence and responsibility. 

Much of our thinking about giving help, i.e., consulting, training, 
etc., emphasizes the expert professional giving help to a weak client 
--a one-way process of influence. But another model of the helping 
process emphasizes the "two-way street" rec i proca 1 i ty of an effective 
change process, where, to paraphrase Douglas MacGregor, "The helpee will 
be open to influence from the helper to the degree he perceives the 




of education and act i on- tak i ng versus problem-solving 



9 . The separation 
cont inuities. 



One of the greatest tragedies, and failures, of our educational 
system has been its communicating to the young that "getting the 
idea right" or "getting the information correctly" is an appropriate 
closure and basis for reward, instead of linking cognition-evaluation- 
intention-action as an Integral process for which there is pay-off 
reward in the world of reality. Problem-solving, not test-passing, 
in the arena of reaM~ '- 

10 . Disciplinary or professional or agency separateness of initiative 
versus interdisciplinary collaboration and integrated problem-solving. 

Most community and social problems cannot be broken down into 
separate pieces fitted to the resources of a particular service or 
action agency or organization. The problem must be tackled whole by 
the combined resources needed to do the Job. 

These ten issues are challenging confrontations for those concerned 
about the proper moblizatlon and utilization of human resou rces . 

i recommend them as an agenda for our collaboration. 



B. Starting to Do Something -- Several Strategies of Actipix . 

I'd like to cone 1 ude my reflections with a f ew brief derivations 
about directions for doing something about the under-development, under- 
use, and mis-use of human resources and the social aspects of our environ 
mental problem. Each of these nine suggestions is quite feasible and 
most of them have been developed enough to have working models of 
action available. 

1 . My first suggestion is addressed to scientific and professional 
behavioral scientists who have the training and conceptua 1 perspec- 
tive to take leadership in identifying and clarifying priorities and 
goals. We need to make concentrated ef forts , i nd i vi dua 1 1 y and through 
task forces, work groups, etc., to Identify Common Cause issues. Common 
Consequence dangers. Common Pay-Off, Images of Potentiality as foci _ 
for the mobilization of involvement, commitment, and action on the nnajor 
confrontations such as I have been trying to identify in my analysis. 
This type of action requires much more than academic reviews of 
research and theory -- it requires intei d i sc i p 1 i nary co 1 1 aborat i on , 
and practitioner involvement in developing communication "packages" 
and designs to get our conclusions communicated, understood, converted 
into action implications and plans. Just have the right ideas is not 
enough to justify our expertness status in the society. 




2 . Second, we need to give top priority to pronxating value inquiry 
training and value confrontation experiences that explore the issues 
and potentialities of conflict utilization. For example, finding 
win-win solutions instead of only win-lose assumptions; learning to 
value compromise as a creative act rather than a negative process 
valuing pluralism as a resource; discovering that intei dependence 
can be a greater support for self-actualization than autonomous i nde 
pendence; discovering that self* "iry can be a rewarding rather 

than a self-deflating experience. r.ufnan resource development is not 
likely to improve until we learn t give priority to value clarifica 
tion and conflict utilization. 



3. Third, we must find initiatives, ar use effective designs, to con 
vene the separated, distrustful i nf 1 uer, ! a 1 s all sectors of the 
community (public and private sectors) o participate in problem- 
solving, goal exploring dialogues; and 'o dev- iop new mechanisms for 
coordination and collaboration of the c oplex assortment of groups, 
associations, organizations, and.lnstit .ions which make up a contem- 
porary community. 



4 . We mus t deve lop too Is and desi gns for all types of c i t i zens , young 
and old, to participate in act i on- resea rch diagnosis of community 
needs, problems, and potentialities. We know from several such 
projects that such involvement in inquiries reduces defenses and hos- 
tilities and supports a process of opening up to col 1 aborat i on between 
antagon i s t i c and competing groups. 

5. A fifth top priority is vigorous experimentation with new ways of 
sharing power among all those involved in the school system, or the 
conmunity system. Much of the non- i nvol vement and- a 1 1 enat 1 on of 
youth, or the poor, or the mi nori ty group members , or the retired 
can be explained by their lack of opportunities to exert influence 
and to feel part of a shared respons i b i 1 i ty fo r the success of the 
enterprise. New initiative to share power is one of the most 
critical steps toward mob i 1 i za t i on and motivation of our unusual 
human resources. 



6. A sixth priority is to legitimize and find ways of supporting 
seri ous exper i men tat ion with new and differ entstylesof life 
patterns of marriage and family life, new patterns of communal 
new patterns of education. And these new patterns imply a basic 
tance of a pluralism of legitimate styles of life. 



new 
1 i V i ng 
accept 



7. The development of the Human Resources Bank as a commun 1 ty f ac 1 1 1 y 
is a seventh recommendation. The technioues are available to identi- 
fy, evaluate, code, and store information about the human resources 
and their availability — for any human system -- e.g., the classroom, 
the school, the community, or any geographic area.^ Charges for tne 
use of the bank could financially support its continuity. 
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8. To meet the hunger and combat the faddism and charlotanism we 
need to offer as curriculum, and as continuing adult education, 
opportunities to learn about self, to reverse the self-hatred, self- 
defeatism, ant i -commi tment trends, and to develop the skills of 
developing self-potential. The attitudes and skiPs of relating 

to others creatively, and supporting their growth a crucial 
basis for human resource development. 

9. A ninth, final, derivative is to develop the -Jlities and per- 
sonnel to provide consultation and training for tea' building and 
group problem-solving. These services should be av liable to any 
group that wants to use its collective human resources more fully to 
solve problems, to achieve goals, and to create affectively supportive 
relationships among the members. Such a program of help to common 
interest groups, work groups, and 1 i v i ng- together gr^-ups could dra- 
matically and rapidly change the tragic destruction of human motiva- 
tion and creativity that represents the major pathology and loss 

of potential of our society. 

If we could move on these nine strategic fronts, we would be on the 
way to re-directing our process of social evolution through guaranteeing 
the development and maintenance of a human resource deve opment environ- 
ment that would renew and enrich the quality of personal life and 
collective life for all of us. 
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